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  ▪Replace relative evaluations with human resource development 
evaluations.
  ▪Introduce flexible training programs, or dual (training) systems, within 
the organization.
  ▪Introduce choice fringe benefits within the organization to promote the 
QWL (quality of work life).
  ▪It is necessary to improve organizational structures with dual chains 
(white-collar and blue-collar).
  ▪Government must arbitrate labor-management relationships.
  ▪Government must reduce corporate taxes to enhance the adoption of 
gain sharing & profit sharing.(jhseo@krivet.re.kr)
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This study analyzes the demand for vocational education and training in the 
small and medium-sized manufacturing industries, in which VET is a major 
channel of human resources development, and also identifies the content and 
type of training most suitable for enhancing the vocational skills of workers 
employed in the manufacturing sector of small and medium-sized firms. Based 
on these findings, new directives are laid out for the promotion of VET 
necessary for the development of human resources in small and medium-sized 
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manufacturing firms.
In order to analyze the VET demand in small and medium-sized companies 
in the manufacturing industry, the principles of corporate behavior must first 
be examined in detail. It can be expected, then, that the three main factors that 
constrain the demand for vocational education and training in these firms are 
limitations in the financial market, production market, and the labor market.
As shown in the results of the statistical analysis, small and medium-sized 
manufacturing firms are sensitive to changes in economic conditions, while 
their situation in the financial market remains unstable. In the labor market, 
smaller companies experience severe manpower shortages due to a large 
number of employees leaving the workplace compared to those entering.
Upon studying thirteen cases, it was found that skill development in small 
and medium-sized industries is mostly carried out through learning from peers 
and learning by doing. When skill levels reach a certain point, demand for 
VET in the form of general training is created. Work requiring the simplest 
vocational skills leads to demands for spiritual and mental training, whereas 
high-skilled or equipment-specific work leads to demands for VET based on 
theory and engineering principles. There is only scarce participation in 
off-the-job training, which is explained by four main factors. First, the 
opportunity cost arising from the amount of "lost" production is too high. 
Second, there is no incentive to invest in VET because of the high rate in labor 
turnover. Third, no VET program exists that all the interviewed firms want. 
Fourth, the future of small and medium-sized manufacturing firms seems 
increasingly bleak amidst rapid changes in economic conditions and 
information technology.
There are two methods for increasing participation by small and medium- 
sized manufacturing industry in vocational education and training: loosen the 
constraints on these firms or construct a new VET system. Suggested measures 
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to remedy the lack of involvement in VET in small and medium-sized 
manufacturing firms include government policies, such as vouchering VET- 
related loans and providing tax reductions on such loans; increasing the 
elasticity of available labor by improving the employment stability of irregular 
employees; developing various training programs required by precision 
manufacturing; and enlarging tax returns for VET investment.
Alternative routes for luring the small and medium-sized manufacturing 
firms towards participation in workers' VET consist of various methods: 
establishing a structured on-the-job training system and securing government 
support in this regard; building the infrastructure for firm-oriented VET 
according to industrial types; constructing an industry-school consortium for 
industry-initiated VET; compiling a database of high-skilled workers; 
supporting technological and vocational training in large firms; improving the 
system of VET cost calculations in small firms; and establishing an evaluation 
system for VET within the firm. (hmkim@krivet.re.kr)
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Ⅰ. Introduction
As can be seen by recent reform measures in OECD countries, effective 
